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Chapter 1
INTRODUCTION
Confused by the contradictions between
their ideals and the demands of their work
setting and uncertain of their value to the
institution or community within which they
work, counselors can only wonder whether a
career in counseling is worth the psychological cost (Warnath, 1978:85).
Counselors, social workers and other human service
personnel are trained to help individuals and groups cope
with and make productive use of crisis situations.

The

challenge for mariy helping professionals today may be to
apply their training to themselves as they face personal
crisis both on and off the job.
Human service workers speak of frustration with
their jobs due to huge caseloads

strains of hearing

people's problems on a daily basis and low salary.

When

work demands exceed one's ability to cope, one is likely
to reach a breaking point and experience what is known as
worker burnout.

Burnout is a general experience of

physical, emotional and attitudinal exhaustion.

It is

characterized by emotional as well as physical depletion
and by negation of one's self and one's environment
(Pines and Kafry, 1978).

Freudenberger (1974) describes

burnout as having physical signs which include fatigue,
headaches, sleeplessness, depression and minor illness.
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He describes behavioral signs as quickness to anger,
lability of emotions, and overconfidence; and psychological
symptoms of boredom, resentment, and discouragement.
Maslach (1978) described a similar phenomenon which
consisted of low morale, impaired performance, and
absenteeism.

Both authors considered burnout to be an

important cause of lowered efficiency and morale and of
high job turnover.
The term burnout is a broad, all-encompassing word.
A definition that is more specific takes into account the
stressors or specific causes of burnout.

Burnout can then

be defined as a reaction to job-related stress that varies
with the intensity and duration of the stress itself.
This may be manifested, at a limited degree, by lowered
morale, or it may ultimately lead to an employee leaving
an employment position.
Human service-workers have had limited preparation
and training for coping with the chronic emotional stress
of their work and consequently many staff members are
unable to maintain the caring and the commitment that they
initially brought to the job.

The process of burnout thus

begins.
Statement of the Problem
This paper proposes to identify the factors that
lead to job-related burnout and dissatisfaction in the
human services profession.

To investigate this problem
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more closely, a study will be undertaken, examining youth
workers in Ames, Iowa, and isolating variables that cause
them dissatisfaction.

Thus, stressors and specific causes

of job dissatisfaction will be identified.

In order to

obtain information concerning those factors leading to
burnout in human service workers, a questionnaire was
utilized.
The questionnaire was designed to obtain the
following information:
1.

To determine the level of job satisfaction in

youth workers.
2.

Is there a relationship between job dissatis-

faction and employee benefits?
3.

Is there a relation§hip between job dissatis-

faction or burnout and employee relations?
4.

Is there a correlation between level of

satisfaction and longevity of employment?
Importance of the Study
As a human service worker, it is necessary to
isolate the variables that lead to degrees of job satisfaction.
high.

The turnover rate among human service workers is

This is not only detrimental to the worker and

agency, but also to the client.

High turnover creates a

backlog of cases; thus, a delay in processing applications
or in granting payments occurs.

Clients may have developed

a level of trust with their worker, only to have that
worker leave in a short time.

This creates a high degree

4

of frustration in the client, which puts increased pressure
on the counselor and the cycle perpetuates itself.
As the nature of job stressors are identified,
human service workers can be taught to cope with them:
thus, eliminating the high employee turnover.

Individuals

obtain a high degree of their self-identity from their
work.

If employment leads to feelings of personal defeat

and dissatisfaction, a high percentage of human service
workers will be seeking counseling to satisfy their own
needs.
Assumptions Basic to the Study
The basic assumptions relevant to this study are:
1.

The youth workers chosen for the study are
~

typical of other youth workers.
2.

All youth workers have opinions regarding

factors that lead to their job di~satisfaction.
3.

-

Every youth worker who specified variables

leading to job dissatisfaction, did so honestly.
4.

The questionnaire used was valid as an

assessment/measurement device.
Limitations of the Study
In this study, a questionnaire was used to gather
information concerning factors that lead to job dissatisfaction in youth workers.

As a result, omissions of some

items or distortions of results due to personal attitudes
may be reflected in the accuracy of the information obtained.

5

Nomenclature was a basic concern for this study as
well.

Did the phrase

II

job satisfaction

meaning for all youth workers?

II

have the same

It was impossible to

control the extraneous variable of individual interpretation.
The sampled population was small; therefore, the
perceptions of a few individuals could have changed the
ranking of a particular variable.

A larger sample might

have yielded different results.
Definition of Terms
Definitions are important because terms are broad
in meaning and can encompass a variety of interpretations.
To assist in clarifying the content of this paper, the
'-'

following words will be defined:

Human Service Workers - Those individuals, employed
in an agency, who are working to ~ssist people in the
alleviation of those problems that prevent them from
leading a satisfying life.
Job Satisfaction - How happy or unhappy one is
with an employment situation.
subjective answers.

This can only be based on

Variables that define levels of

happiness or satisfaction shall be examined in a later
chapter.
Burnout - A general experience of physical, and
attitudinal exhaustion.

The experience is characterized by

emotional as well as physical depletion and by negation of
one's self and one's environment. (Pines and Kafry, 1978).

Chapter 2
REVIEW OF THE RELATED LITERATURE
It was the concern of this study to survey youth
workers from Ames, Iowa, to determine variables that lead
to job dissatisfaction.

Literature available on these

factors that lead to job-related burnout in the human
services progression was utilized in establishing the
survey.

The focus of this chapter is to review the

related literature on the identification of stressors or
causes of job dissatisfaction in human service workers.
Variables that affect burnout will be isolated into four
.~

main areas:

personal qualities that lead to burnout, low

status profession, conflicting expectations, and professional climate.
Personal Qualities that
Lead to Burnout
The motivation given by most human service workers
for entering this field is the desire to help people.
People usually become "helpers" because they really enjoy
working with people and want to make a difference in
people's lives.

Edelwich and Brodsky (1980) point out that

there are also several other reasons which explain why an
individual chooses a career in human service.

At one level,

there are the worker's needs as a helper or the need to be
6
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needed, and a desire to exert control.

In addition, there

is the helper's need as a person which manifests itself in
the desire to learn about oneself.

These two areas are

covert, or latent, motivations for choosing this career
and may be only secondary to the first motivation; wanting
to help people.

The experienced human service worker soon

realizes that it is difficult, if not impossible, to
control clients or "the system" and those feelings of
being needed soon diminish.

The staff person, in the

desire to learn about "self", may begin to over-identify
with clients and share in his/her feelings of frustration.
Both of these areas are major contributors to burnout.
To assist in reducing the effects of burnout, a human
service worker needs to be awa~ of the reasons why he/she
entered the helping profession and acknowledge or accept
that some of those needs may not be met.
Individuals are vulnerable to stress in unique
ways.

Individuals who are consciously aware of

inadequacies in counseling skills, programming, or discipline in paperwork are most likely to be under stress
when those demands surface in their work, (Hodge and
Marker, 1978).

Feelings of intrapersonal inadequacy can

be the most serious stress-inducing factor for a human
service worker, resulting in a loss of self-confidence in
their work.

Personal problems at home, poor health, or

a poor self-concept may all contribute to reduction of
professional effectiveness.
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A study performed by Thompson {1980), which
measured burnout in group home houseparents, pointed out
that sex differences determined possible causes for burnout.

In this study, men who did not have the responsibility

of determining eligibility of new applicants to the group
home, burned out faster.
women.

The opposite held true for the

Thompson felt this might be related to the male

need to be in control.

Male houseparents also burnout

more easily when the salary was higher.

This may indicate

that men are more affected by high expectations placed on
them by the organization and/or themselves as represented
by a higher salary.

If sources of stress and burnout are

different for men and women, there are implications for
prevention in the individual as~well as in an agency's
program planning.
Freudenberger {1974) feels that dedicated and
committed workers are_prone to burnout because they take
on too much responsibility, for too long a duration,
and at too intense a level.

The dedicated worker's guilt

involves a feeling that he/she is a super being with a
desire to genuinely be of help.

This feeling tends to

cause the individual to work harder.

The harder he/she

works, the more frustrated he/she becomes.

Freudenberger

{1974) also feels that individuals with less experience,
who are over-committed and excessively dedicated, will
suffer the most.

In the stress of feeling inadequate and

insecure, these workers fail to recognize the need to have
a life of their own, reserving parts of their emotional
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lives for themselves.

The worker may give up trying to

find outside activities and relationships and, in addition,
may use the agency as a substitute for a social life.

The

loss of self may very well lead to personal burnout.
Low Status Profession
Human service work can be considered a low status
profession.

Within this status comes inherent stresses

that can lead to burnout.

The human service worker

identifies with, and advocates on the behalf of, those who
are dysfunctional in society and suffer from a lack of
power.

Consequently, those individuals in service pro-

fessions cannot expect recognition from those individuals
who possess that power (Watson, 1979).

In recent years,

~

attempts have been made to legitimize the human service
profession by requiring additional degrees, attempting to
authorize licensure for counselors, and by possibly
soliciting clients from more affluent segments of society.
Despite these measures, the low status associated with
human service work remains in force.
With this low status profession, comes low pay.
Low pay is a major focus of discontent in the helping
professions.

There are wide variations in pay within the

human services, as there are elsewhere, but in general a
low salary continues to be a prime cause of high turnover
among human service professionals (Edelwich and Brodsky,
1980).

As human service workers compare their salaries

with friends and relatives employed in the private sector,
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frustration can easily develop.

The low levels of pay in

the human services in part creates and in part reflects the
lack of prestige of this occupation within our society.
This lack of prestige may stem from, what is thought to
be, their irrelevance to a productive economy.

In a

society that is directed toward action, it means little to
hold a job that merely requires communicating with people.
Our society values achievement and there is little
significance attached to the aiding of those who have
not achieved.

In a materialistic world, the status of a

low-paying job is poor.
Although low pay represents one category of
stressors for human service workers, working conditions
induce stress as well.

Often, _}vorkers must experience

some of the stressful realities that clients confront
daily.

Middle-class workers may conduct client interviews

in slums that are lice and rat-infested or in buildings
that smell of garbage and lack temperature controls.
They often enter neighborhoods where they are the only
members of their race for miles around, and their presence
is awkwardly apparent (Daly, 1979).

The worker's own

office probably includes many elements which cause stress elements that cannot be found in a business office.

In

this profession, where confidentiality is of utmost
importance, there are often temporary wall dividers; no
secretaries to answer the phones -- only an inexperienced
volunteer who serves as a receptionist.

These environ-
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mental stressors are more apparent in a social service
agency, than in a business establishment, because such
agencies rarely have the sufficient funds to finance more
elaborate surroundings.

Increased emphasis on the

physical plan and management of human service work facilities needs to be made.
Conflicting Expectations with
Values
The helping profession is complicated by a dual
allegiance.

On the one hand, human service workers are

society's agents to help people who need its help.

This

help is defined by those who hold the social, economic,
and political power in society.

On the other hand, social

workers identify with the indivjdual clients and try to
deliver assistance as the clients request it.

Watson

(1979:4) defines social work as:
••• activity directed toward the resolution
of problems created by the failure of society's
institutions to meet the needs of all of its
members or by the inability of some members to
adapt to the existing social structure.
This definition places the social worker squarely
at the impact point between the social structure and the
client in need.

The lack of congruency between those

two facets adds to the stress faced by the human service
worker.

If the worker does not agree with the way the

social structure is established for the provision of
assistance to those in need, and this is often the case,
additional stress is felt in a commitment to changing the
system and to helping the client.
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Rapport (1974) agrees with Watson in suggesting
that social work holds to values that may be unpopular
with the dominant social order.

In some respects, human

service professions are outside the mainstream of society.
The profession serves as an everpresent reminder of social
failure.
In attempting to develop human service work as a
profession and in response to the emphasis on accountability, increasing value has been placed on scientific
validity.

Human services have struggled to develop

measurable tools and have borrowed techniques from business and industry (Watson, 1979).

In this process

however, human service workers have moved away from their
humanistic roots.

The conflict~is that, increasingly,

human service workers must rely on the scientific methods
to justify their value.

In so doing, they are carried

further from their human values.
Agencies have always been held fiscally accountable
to boards of directors and to funding bodies.

Performance

accountability has, in the past, been expected only in
general ways.

That, however, has changed due to the

rising cost of social services and to the centralization
of funding within the federal government and the United
Way.

The status of performance accountability has also

developed, to its present degree, because of a new awareness of limited resources and because of an increasing
feeling that social service agencies have not fulfilled
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the expectations of society (Krill, 1972).

This represents

the dehumanizing forces that the human service profession
opposes.
Human service professions, as their major task,
render social service, foster social change and are
concerned with the functioning of human beings.

Rapport

(1974:50) states ''Social work is the profession which
embodies and expresses the social conscience of society."
This can be interpreted to mean that we, as human service
workers, must implement the morals of society while others
might only give it lip service.

This places a burden on

the human service worker, especially if such a professional
does not agree with the values and morals upheld by the
society.
Professional Climate
Professional climate within an organization has
been found to influence job satisfaction.

Litwin and

Stringer (1968) specify four distinct elements that affect
work-related behavior:

the motives and needs brought to

a situation by a pe~son, the job or task to be done, the
personal strengths, weaknesses and leadership style of the
manager, and the climate of the organization.

Wilson

(1977) agrees with Litwin and Stringer in that he feels
climate is one of the most important determinants of job
satisfaction.

Wilson further states that managers are one

of the main determinants of climate.

This is an assump-

tion and is not based on empirical research.

It should
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be the responsibility of the manager to understand climate
and to create effective, positive climates within each
organization.
Rapport (1974) states that all institutions have
both supportive and tension-producing features.

She

generalizes by saying that one of the chief sources of
tension, in the human service professions, is the lack of
consistent professional attitudes and values within these
agencies and institutions.

Much of human service admin-

istration is undertaken by laymen; thus, what they may
determine to be desirable program goals may, in fact, be
in conflict with professional values regarding the nature
and needs of human beings.

Administrators within human

service agencies often have atmined their positions of
authority through the "Peter Principle" and have relatively
little background in management techniques.

A weak

administrator can cause frustration and disharmony among
his agency's employees.
A study conducted by Harrison (1980) proved that,
among child-protective service workers, those who
experience high degrees of role conflict and role ambiguity
will also experience low degrees of job satisfaction.
Daley (1979) agrees with Harrison and feels that human
service workers are asked to perform the tasks of case
manager, investigator, therapist, and advocate.

Role

ambiguity stimulates doubt as to how to behave at any
particular moment.

As demands are being placed on the
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worker from the client, from his own family, and from his
agency and other agencies, the worker experiences considerable stress.
Role conflict may be likely to involve the human
service worker's attitudes about the administrator.

The

administrator is an especially important source of role
information.

Thus, the administrator, who is perceived as

sending either contradictory role messages or role
information which contradicts information received from
other role information sources (i.e., peers, family, etc.),
may be viewed as a source of dissatisfaction.

The human

service worker may look to the administrator as one who
should assist in helping to sort out role conflict issues.
When this expectation is not fylfilled,
results.

dissatisfaction

It does appear that human service workers need to

be fairly clear about what is expected of them in the
fulfillment of their_role,
their performance.

in order to feel good about

Maybe, this is one area where human

service administrators have not received adequate training.
Staff cohesiveness appears to be an important
variable affecting job satisfaction.

In Thompson's study

(1980), which was referred to earlier, it was found that
there is a strong need for support from the organization,
and from friends within it, if burnout is to be prevented.
Perhaps, human service workers feel a certain alienation
from peers outside their field as they are unable to relate
to the significant stressors that occur on a daily basis.
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Possibly, support and empathy can only occur among those
who experience the potentially stressful interactions in
human service work.
The causes of burnout and dissatisfaction within
the human services profession are numerous.

Administra-

tors and policy makers within this field need to actively
begin offering preventive measures to decrease job
dissatisfaction; thus, eliminating those characteristics
that are inherent to employee turnover.

This study did

not offer examples or ideas for prevention of burnout,
but only stated potential causes.

If the causes of burn-

out are known, there begins to exist a professional
understanding and, as a result, the negative impact of
stress may be reduced.

Chapter 3
DESIGN OF THE STUDY
Procedures
Professional burnout is a problem within the human
services profession.

It is necessary that variables lead-

ing to burnout be defined so that intervention may occur
and thus, the problem can be attacked.

It was the concern

of this study to select one specific area of human
services -- the youth service field was chosen and a survey
of the employees of youth service agencies to determine
variables that lead to job dissatisfaction was carried
~

out.

A questionnaire was sent to all youth-serving

agencies in Ames,

Iowa, to ascertain the existing variables.

Sources of the Data
The population selected for this research was six
youth-serving agencies in Ames, Iowa.

These included

Youth and Shelter Services, the YMCA, the YWCA, Boy's Club
of Ames, Manpower Services, and Beloit of Iowa.

All

youth agencies in Ames, Iowa, were included in the survey
to increase the validity of the study.
Permission was obtained from each agency's administrator prior to the distribution of questionnaires.
administrators distributed the form to their employees
17

The
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along with self-addressed, stamped envelopes for their
return to the investigator.

It was felt that honesty and

a decrease in inhibition would occur if the administrators
did not have access to the completed questionnaires.

This

measure also eliminated the possibility of the investigator being able to determine which questionnaires came from
which agency.

Anonymity of the individual and the agency

was thus guaranteed.

The respondents were given a three-

week time period in which to complete the questionnaire.
Of the fifty-five youth service employees in Ames, Iowa,
thirty returns were received, resulting in a 57 percent
response rate.
Description of the
Instrument
The instrument used in this study was a questionnaire.

The questionnaire was de§igned to gather information

concerning the variabies that lead to job dissatisfaction
among human service workers.
The first section of the questionnaire included an
introduction which explained the purpose of the questionnaire and also reassured the respondent that his/her
answers would be kept confidential.

The participants

were also advised that completion of the form was not
mandatory.
The questionnaire included twenty-seven questions.
To assure the highest return rate possible, the questionnaire was kept short and did not require lengthy, written

19

responses.

Twenty-five of the items required only a one-

word response or the placement of an (X) in the appropriate blank.

The last two questions required more thoughtful,

verbal answers.

This enabled the respondent to discuss

variables that led to job dissatisfaction and satisfaction that might not have been mentioned previously in the
questionnaire.
A review of literature pertinent to burnout and
cause dissatisfaction.
qualities,

These areas included:

(1) personal

(2) human services as a low status profession,

(3) the professional climate of the agency, and (4) conflicting expectations of society with personal values.
Variables within these four areas comprised the total
questionnaire.

Chapter 4
ANALYSIS OF DATA
Professional burnout is a high risk when employed
in the human service profession.

It was the concern of

this study to discover what variables lead to burnout in
human services.

This was accomplished by isolating youth

workers in Ames, Iowa to be representative of the broad
scope of human service workers.
A questionnaire was developed to ascertain the
variables that lead to job dissatisfaction or burnout
among the youth workers in Ames, Iowa.

This questionnaire

~

was completed by the employees of six youth-serving
agencies in Ames, Iowa.

These included Youth and Shelter

Services; the YMCA, the YWCA; the Boy's Club of Ames;
Manpower Services; and Beloit of Iowa.

Permission was

granted from each agency's administrator prior to
distribution of the questionnaire.

The administrators

then distributed the questionnaires to their employees
along with a self-addressed, stamped envelope which was
provided by the researcher.

The respondents were given

a three week time period in which to answer the questionnaire.

After this three week period, thirty questionnaires

were returned of the fifty-three total respondents.

20
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The questionnaire included a total of 27 questions.
Twenty-five of the questions required a one-word response
or the placement of an "X" in the appropriate blank.

The

questions were geared toward identification of specific
variables that lead to job dissatisfaction.
To relate some basic information regarding the
respondents to the questionnaire, nineteen females and
eleven males responded.

The median age of the respondents

was twenty-eight years of age and eighty percent had a
Bachelor's degree; seventeen percent had a Master's
degree; and three percent had a high school education only.
As noted in Table 1,

(Level of Job Satisfaction

Among Youth Workers) the majority of respondents
were satisfied with their jobs-~

(43%)

Thirty percent were very

satisfied and twenty-seven percent were somewhat
dissatisfied.
Table 1
Level of Job Satisfaction Among
Youth Workers
(N=30)

Sample

Level of Satisfaction
Number

Percent

9

30

13

43

Somewhat Unsatisfied

8

27

Very Unsatisfied

0

0

Very Satisfied
Satisfied

22
There were an equal number of respondents from
youth treatment programs and youth prevention programs.
The cross tab analysis in Table 2 shows that employees
from both types of programs rate very similar responses
relating to job satisfaction.

The majority of youth

treatment program employees (46.7%) are satisfied with
their jobs as are 40 percent of those employed in prevention programs.

This figure does not account for those

who are very satisfied with their jobs.

This includes

26.7 percent in treatment programs and 33.3 percent in
prevention programs.
Table 2
Level of Satisfaction of Youth Workers
by Program Setting
(N=38)

Program
Treatment
N
%

Prevention
N
%

Very Satisfied

4

26.7

5

33.3

Satisfied

7

46.7

6

40.0

Somewhat Unsatisfied

4

26.7

4

26.7

Very Unsatisfied

0

0

0

TOTAL

15 100.0

15

0

100.0

The majority of the population (83%) reported to
have received four weeks of vacation time annually while a
lesser number (7%) reported that they received one week
per year.

Another 7% of the respondents reported receiving
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three weeks of vacation annually.

All respondents, but

one, were satisfied with the time alloted for vacations.
The majority of the respondents

(77%) reported

that they work evenings and weekends for extra assignments; twenty-three percent did not.

Of those youth

workers that worked overtime, fifty-seven percent received
compensation time and forty-three percent did not.
Salary range is indicated on the histogram in
Table 3.

The greatest number of respondents received

twelve to fifteen thousand dollars annually.

The median

salary range is ten to twelve thousand dollars a year.
An overwhelming number of subjects (87%) were not
satisfied with their salary.
-~

Table 3
Histogram Displaying Salary Range
of Youth Workers*

100%
75%
50%
25%
0

58

810

1012

I

1215

1520

2025

* numbers represent thousands
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Table 4 (Salary versus Job Satisfaction of Youth
Workers) presents a cross tab analysis of the amount of
salary received in relation to the level of job satisfaction.

It appears as if those subjects earning fifteen

thousand dollars are those that are most dissatisfied
with their jobs.

Forty-three percent of those earning

ten to twelve thousand dollars are somewhat unsatisfied
with their jobs and fifty percent of those making twelve
to fifteen thousand dollars a year are somewhat unsatisfied with their jobs.
Table 4
Salary Versus Job Satisfaction
of Youth Workers
(N=30)

VS*

Annual
$
Income

N

S*
%

N

-

N

%

N

%

N

%

50

0

0

0

0

4

100

0

0

0

5

100

0

0

7

100

7,999

2

50

9,999
8 10 - 11,999

0

0

5 100

0

0

0

4 57.1

3 42.9

12 - 14,999
15 - 19,999

2

25

2

25

4

50

0

0

8

100

4

80

0

0

1

20

0

0

5

100

20 - 25,000

1 100

0

0

0

0

0

0

1

100

5

* Abbreviation Key:

2

Total

VU*

SU*
%

vs - Very Satisfied
s - Satisfied
SU - Somewhat Unsatisfied

vu - Very Unsatisfied

The area of training was investigated as well to
determine if its provision influenced job satisfaction.
Respondents were asked if they had received adequate
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training upon their initial employment with their current
agency.

Seventy percent of the respondents felt that their

training had been adequate; thirty percent did not.
The respondents appeared to be fairly satisfied
with the level of communication within their agencies.
The majority of the subjects (87%) felt that time was
allowed for them to gain and to give feedback with their
fellow employees.

Seventy-seven percent felt that

adequate amounts of constructive feedback concerning the
quality of their work had been given to them by their
employers.
Table 5 (Length of Time Youth Workers Have Been
Employed by Their Agencies) shows the breakdown of time
involvement among the responde~ts within their various
agencies.

On the average, the time span is a short one.

Eleven respondents have been employed for only one to two
years; six- have been_employed for six months to a year;
and six from two to five years.

This accounts for seventy-

seven percent of the population.
It appears as if, in Table 6, that the longer one
is employed with an agency, the more likely one is to feel
either great satisfaction or great dissatisfaction.

The

compacency of being just "satisfied" appears to be
indicative of those employed for a short period of time.
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Table 5
Length of Time Youth Workers
Have Been Employed
By Their Agencies
(N=30)

Sample
Length of Time

Number

1 - 6 months
6 months

-

2

7

6

20

11

37

6

20

5

17

1 year

1 - 2 years
2 - 5 years

Percent

5 - 10 years

Table 6
Length of Employment
Versus
Job Satisfaction-~n Youth Workers

Length of
Employment_

N

%

N

1-6 months

0

0

2

6-12 months

2

22.2

1-2 years

2

2-5 years
5-10 years
TOTAL

S*

VS*

SU*

VU*

N

%

N

%

15.4

0

0

0

0

4

30.8

0

0

0

0

22.2

6

46.2

3

37.5

0

0

3

33.3

7.7

2

25.0

0

0

2

22.2

1
0

0

3

37.5

0

0

9

100.0

13

lGlO.O

8

100.0

0

0

* Abbreviation Key:

7t'

vs
Very Satisfied
s - Satisfied

SU - Somewhat Satisfied

vu - Very Unsatisfied
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Table 7 (Future Length of Employment with Current
Agency) represents the length of time the subjects plan to
remain employed with the current agency.

The majority

(37%) of the respondents plan to leave their ~gency in
less than a year, while another thirty-three percent plan
to remain in their present position for one to five years.
A high number (27%) of the respondents had not decided.
The decision to remain in youth work is split
nearly in half.

Sixteen of the subjects are planning to

do so while fourteen plan to leave.

The majority (80%)

of the population does plan to remain in the field of
human services.
Table 7
-~

Future Length of Employment
With Current Agency
(N=30)

Sample
Time
Less than 1 year
1

-

5 years

5

-

10 years

Undecided

Number

Percent

11

37

10

33

1

3

8

27

One hundred percent of the population felt that
they were given independence and flexibility within their
positions.

Three of the thirty respondents felt that too

much flexibility and independence was given to them.
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Table 8
Determining Factors of
Job Satisfaction and Dissatisfaction

JOB SATISFACTION FACTORS

TALLY

1) working with people

1

2) seeing the results of projects

2

3) independence and flexibility

6

4) facilitation of learning and positive
growth in youth

5

5) good relationships with staff

6

6) good vacation benefits

1
1

7) belief in the program
JOB DISSATISFACTION FACTORS
1) not directly involved with youth

1

2) increased demands of funding bodies

1

3) salary

7

·"'

4) not enough time to do the things I want

5

5) caseloads too large

1

6) need more continuing education

1

7) difficulty in securing funding

2

8) lack of client family support

1

9) blocks to carrying out meaningful programs

1

10) lack of structure and goals

1

11) direction of program

1

12) too much responsibility

1

Respondents were asked to list the factors they
felt to have the greatest influence on their feelings of
job satisfaction and dissatisfaction.
their responses.

The list above are

The tally directly opposite each
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response indicates the number of times the variable was
listed by the group of questionnaire respondents.

(Table

8 - Determining Factors of Job Satisfaction and Dissatisfaction.)

Chapter 5
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Summary
Professional burnout would appear to be almost
inherent within the human services profession.

It is

necessary that the causes of burnout be defined so that
prevention of burnout may be implemented.

It was the

concern of this study to select one specific area of
human services -- youth services, and to survey the
employees of youth service agencies to determine variables
that lead to job dissatisfaction.

Six youth-serving

-~

agencies in Ames, Iowa were sent questionnaires.

This

questionnaire attempted to isolate those factors contributing_significantly to sati~faction.

Of the fifty-

five youth service workers in these six agencies, thirty
respondents completed and submitted the questionnaire to
the researcher.
Nineteen females responded to the questionnaire,
and eleven males did likewise.

The median age of these

subjects was twenty-eight years of age.

Eighty percent of

the respondents had a Bachelor's degree; seventeen percent
had a Master's degree; and three percent had only a high
school education.
From the data obtained, the majority of respondents
(43%) were satisfied with their jobs.
30

Thirty percent were
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very satisfied and twenty-seven percent were somewhat
unsatisfied.
dissatisfied.

No one expressed themselves as being very
The type of youth agency where the respon-

dents were employed did not seem to affect their level of
satisfaction.

An equal number of subjects responded from

treatment programs and from prevention programs.

A high

number of treatment program respondents (73.4%) were
satisfied or very satisfied with their employment.

An

equal number (73.3%) were satisfied or very satisfied
with their employment in prevention programs.
The amount of vacation time received by the youth
workers did not appear to be an issue in determining their
level of job satisfaction.

The majority of the population

(83%) reported the receipt of-~our weeks of vacation
annually, while a lesser number (7%) indicated they received
one week of vacation per year.

Another seven percent of

-

the respondents reported receiving three weeks of vacation
annually.

All respondents, with the exception of one,

were satisfied with the time allotted for vacation.
Salary appeared to be the greatest influence on
job dissatisfaction.

The greatest number of respondents

received twelve to fifteen thousand dollars annually.

The

median salary range was ten to twelve thousand dollars.
An overwhelming number of subjects (87%) were not satisfied with their salary.

Salary was also listed at the end

of the questionnaire as the greatest factor contributing
to job dissatisfaction.
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In this study, the respondents appeared to be
fairly satisfied with the level of communication within
their agencies.

The majority of subjects (87%) felt that

there was adequate time allowed for the exchange of
feedback among employees.

Seventy-seven percent felt

that they did receive an adequate amount of constructive
feedback from their employers as to the quality of their
work.

Seventy percent of the population also felt that

the training received upon their initial employment with
the agency was adequate; thirty percent did not agree.
Length of employment within youth-serving is
relatively short.

The majority of the subjects (37%)

have been employed with their agency for one to two years.
Seven percent indicated their_~mployment to be within one
to six months in length; twenty percent from six months
to a year; twenty percent from two to five years, and
seventeen percent frnm five to ten years.

It was inter-

esting to note that the majority of the respondents (37%)
plan only to remain employed with their agency for less
than one year, while thirty-three percent plan to remain
for only one to five years.

If the majority of the

subjects, as indicated by their responses, do not plan
to remain in their current positions for any great length
of time, the validity of their stated levels of job satisfaction might be questioned.
Data obtained in this study showed that one
hundred percent of the population felt that they were
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given independence and flexibility while on the job.
This appeared to be one of the greatest factors leading to
the job satisfaction of the respondents.
Conclusions
As a result of information obtained from this
study, it is concluded that a majority of the area youth
workers are satisfied with their jobs.

This satisfaction

was apparent in youth treatment programs as well as in
youth prevention programs.
Employee benefits did appear to play a somewhat
significant role in relation to job satisfaction.

Most

respondents did appear satisfied with the amount of
vacation time received; however, dissatisfaction with
-'-'

salary appeared to be a major factor in the level of job
satisfaction.
When compared to other ~ccupations, staff turnover

-

is high in youth-serving agencies.

The majority of youth

workers in this study have remained with their agency
for one to two years and the majority of these youth
workers do not plan to remain with the agency for more
than one additional year.
It is concluded that in order to decrease burnout
and job dissatisfaction among youth workers, it will be
necessary to take a closer look at those variables leading to such a state.
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Recommendations
This study was based upon a small sample from a
limited geographic area and should be treated as such.
No generalizations of youth workers should be made outside
the limits of this area.

Any study which may be under-

taken to replicate this study should sample a larger
population from within the confines of a larger geographic
area.

Additional research is needed in this area of

burnout in the human services profession.

The effective

control of this problem could serve to improve the quality
of service provided to clients and could, in addition,
enable human service workers to lead more satisfying
lives.

The causes of burnout must be determined if a

reduction in its effects is t.Q be expected.

-~
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Job Satisfaction Among Youth Workers
in Ames, Iowa
The purpose of this questionnaire is to fulfill the
requirements for a research paper leading to an M.A. in
Agency Counseling from the University of Northern Iowa.
This study is to determine the level of job satisfaction
of human service workers in youth-serving agencies in Ames,
Iowa.
The contents of this questionnaire are entirely
confidential; your name and your agency's name are not
requested.
Your employer has reviewed this questionnaire
and has given her/his permission for its release.
Completion of this survey is not mandatory and may be completed
at your discretion.

* * * * *
1.

Age:

2.

Sex:

3.

Education:

4.

What is your level of jo_p satisfaction?
Somewhat Unsatisfied
Very Unsatisfied

Is Y?Ur agency primarily eoncerned with:
prevention

treatment of youth

6.

F

10 11 12 (circle highest level)
1 2 3 4 5+

Very Satisfied
Satisfied
5.

M

How much annual vacation time are you allowed?

1 week
2 weeks

3 weeks
Other
No

7.

Is this to your satisfaction?

8.

Do you work evenings and weekends for extra assignments?
Often
Never

9.

Yes

Rarely

If so, do you receive comp. time?

38

Yes

No
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10.

What is your salary range?
$ 5,000 - $ 7,999
$ 8,000 - $ 9,999
$10,000 - $11,999

$12,000
$15,000
$20,000
$25,000

- $14,999
- $19,999
- $24,999
and above

11.

Is this to your satisfaction?

Yes

12.

Was adequate training provided to you upon your
initial employment? Yes ___ No

13.

Is structured time provided to gain and give
feedback with other staff? Yes ___ No

14.

Do you receive constructive feedback from your
employer on the quality of your work?
Yes ___ No

15.

Do you feel that youth are:
More difficult___
to work with as compared to
other groups of people?
Easier
The same

16.

Do you enjoy working with youth?

No

Yes

No

-~

17.

Do you have a commitment to your agency and feel
that it is directing youth in a constructive manner?
Yes ___ No

18.

If n~t, is this a frustration to you?

19.

How long have you been employed with the agency?
Years
___ Months

20.

Approximately how long do you plan to remain in this
position?
___ Years
___ Months

21.

Do you plan to remain a youth worker?

22.

If not, do you plan to remain in the human services
profession? Yes ___ No

23.

Was your college degree in the human services field?
Yes ___ No

24.

Are continuing education opportunities made available
to you during working hours? Yes ___ No

Yes
No

Yes
No
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25.

Are you given independence and flexibility?
No___
Too much___
Too little

26.

From the above questions, or for any reasons you
might add, which is the greatest factor that determines
your current job satisfaction?

27.

Which is the factor that leads to your greatest
dissatisfaction?

Thank you so much for your cooperation!

Yes

